ABSTRACT. The article investigates the main factors affecting the process of forming human resources. We consider the definition of enterprises' labor force, systemize impacts on the formation of human resources according to their level of appearance (the factors that occur at macro level and factors that occur at the level of microsystem), investigate the factors influencing the performance of each employee in the organization, propose questionnaire to assess satisfaction of employees and determine their motivational potential. On the basis of the analysis of the questionnaire of employees' satisfaction of an enterprise of the sugar industry in Ukraine measures to improve this indicator are proposed. Keywords: human resources, motivation potential, Ukraine.
Introduction
Effective business activity and high competitiveness are achieved by the optimal combination of all enterprise resources. Inefficient use of at least one resource leads to reduced production, lower quality and as a result, it reduces the competitiveness of enterprise.
It should be noted that at present a large number of works of scientists are devoted to effective management of financial, material and non-material and informational resources, but the problem of efficient use of human resources is not investigated enough. However, effective functioning of the labor force is the reason of optimal use of all resources of the enterprise, the timeliness of tasks, decision making, etc., which in turn affects the production, cost of production and the basic performance indicators of the company.
To evaluate the efficiency of human resources economists use indicators that characterize the performance in terms of organization. These indicators include the dynamics of the number of employees that allows you to evaluate how the company fits into the market economy and successfully withstands competition in the product market and labor, productivity, and providing company with employees of various skill levels.
However, insufficient attention is paid to the factors that affect the efficiency of the human resources. These factors can be divided into two groups: external factors -all factors that affect the employee from outside and that are those set up by the enterprise, and internal factors -factors related to job satisfaction and personal socio-psychological characteristics of the employee. 
The essential characteristics of human resources
It is necessary to define the essence of the concept of human resources for further research. "Resources" as an economic category (french 'Resource' -additional device) are the main elements of the production capacity of a system (H. Dmytrenko) and are used to achieve specific goals of economic and social development (Economic Encyclopedia).
Human resources (personnel) of an enterprise -the total number of persons working in the company and invest their own labor, physical and mental abilities, knowledge and skills in the running of the company and ensure compliance with the targets set for them (the purchase and sale of goods) (Crushelnytska O.).
The term "human resources" is used in narrow and broad sense by the Ukrainian scientists. In a narrow sense it describes mainly the composition of the working population of working age. That its use is deprecated because it does not reflect the realities of the functioning under the labor market conditions. Instead methodologically justified is the use of the term in a broad sense where "labor" displays available today and in the foreseeable future labor resources of society, their quantitative and qualitative characteristics (Petros A.) .
Thus, human resources are the main factor ensuring the efficiency of the company. This determines the study of availability of enterprise workforce and factors that affect it.
The enterprise's provision with the human resources
Provision of enterprise with the workforce -is a comprehensive category which characterizes the sufficiency or insufficiency of workers in quantitative and qualitative characteristics to ensure smooth and efficient operation of the enterprise.
Supply of the company with human resources is conducted on the base of studying indicators that characterize the extent and structure of labor and indices that characterize the movement of labor.
Analysis of provision of enterprise with human resources begins with the assessment of needs of the enterprise in resource and the number and structure of employees, and with identification of deviations. Provision of company with employees with necessary skills, profession and specialty is evaluated.
Personnel are divided into employees of core activities, service, and other facilities. Therefore, assessment of human resources should be made for each category separately. The analysis determines the excess or shortage of human resources qualification and profession that allows you to take operational measures for improvement of professional quality of human resources and improve the efficiency of business.
The next step is to study the causes of excess or shortage of human resources of a particular category. It is therefore advisable to analyze the factors affecting the formation of human resources of the company.
Factors that influence the formation of human resources of the companies
The formation of human resources of the companies is influenced by the factors at the state, region, industry level, and directly at the enterprise level. It is advisable to divide all factors into two groups: factors that influence the formation of human resources at the macro level (government, industry, region) and those at microsystems level (company). The main factors influencing the formation of human resources at the macro level are the number of economically active population and the working-age population as they provide labor supply and production of goods and services.
At the level of microsystem the major factor that affects the formation of labor force is the personnel policy of the company. The main components of which are: the mechanism of attracting skilled personnel, availability of training, the development of an effective system of remuneration, creating an organizational culture and maintaining a positive climate in the organization. Employable population is the population considered to be able to participate in social work. In the Ukraine they are men aged 16-59 and women aged 16-54, excluding veterans of labor and war of the I and II group, and non-working people receiving pension on favorable terms. Dynamics of the economically active and working-aged population of Ukraine for the years of 2000-2011 are presented in Table 1 . Source: State Statistics Committee.
As can be seen from the Table 1 , each year the number of economically active and working population is shrinking, reducing the supply of labor and causing increased competition among employers. Therefore, it is advisable to analyze the workload of unemployed per vacancy. In 2007 the figure was 4 people per place, and in 2011 it rose to 6.4 people per place.
While forming human resources it is important to have indicators of the average wage by industry and by region, depending on the skill level of workers. To attract qualified employees the company needs to offer competitive wages and working conditions. In 2011, the average salary in Ukraine amounted UAH 2,633, the lowest salary was in Ternopil (1871 UAH), Kherson (1970 , Volyn (1994 USD) regions, the highest -in the city of Kiev (4012 UAH), Donetsk (3063 UAH) and Dnepropetrovsk (2790 UAH) regions (oblasts).
Depending on the industry the average salary varies from 1700 UAH (manufacturing, namely textile industry) to 5486 UAH (mining industry) (State Statistics Committee).
While forming human resources the peculiarities of the enterprise should be considered: the seasonality of production and / or supply of raw materials, the stage of life cycle, level of equipment and technology, and personnel policy.
However, the study of the functioning of labor could face the contradiction when at full supply of enterprise with human resources the effectiveness of their operation is reduced. This may be due to a personal attitude of employees to work. This affects a number of factors that can be divided into external and internal factors. The main factors are shown in Figure 2 . To assess employees' attitudes towards work and determination of their labor potential it is necessary to do a survey among employees. To perform the research, one of the methods of sociological research was used, namely the questionnaire, as it is impossible to quantitatively determine satisfaction of the employee with his/her work and his/her labour potential. The specified questionnaire was developed by the author with the purpose of detecting factors which cause dissatisfaction of the employee.
Questionnaire was divided into 10 blocks of two questions each. Each block of questions is characterized by a certain employee's attitude to the influencing factors ( Table 2) . Table 2 Evaluation of results is conducted separately for each indicator and for each unit. Answer A is estimated to be 5, B -4, B -2, C -0. The average score on the block below 3 describes the frustration of workers in the studied factors. For a more detailed analysis, it is useful to develop a detailed questionnaire on the factors that cause dissatisfaction of employees.
Investigation of satisfaction of employees in the proposed questionnaire was conducted at the enterprise of sugar industry. 10 employees participated in the survey. The company employees were offered to answer 20 questions provided in the questionnaire. After reception of the results, the author transformed these responses into points according to the above-mentioned scale. For further comparison of the results, the average value was calculated for each question and each block. The calculation of the average value was performed according to the following formula:
where X is the average value, ij b -assessment of the i number employee of the j-number factor (by a five-point scale), n -the number of questioned.
Results of the questionnaire are presented in Table 3 . The results of the survey show that employees of the analyzed enterprise are not quite satisfied with socio-psychological aspects of work. They state that informal communications are not developed enough at the enterprise which lowers efficiency of spreading information, and as a result -climate in the community. The enterprise does not support the employees' desire to get knew knowledge and skills, and this problem needs to be studied further. It would be useful to investigate the program of developing employees' career and the efficiency of its realization. The employees are not satisfied with the level of satisfaction of their secondary needs either, which needs to be studied to get the reasons of this problem.
While analyzing the blocks of questions the lowest result was in block V, characterizing employees' satisfaction with organizational climate.
Positive organizational climate favors increasing of motivation potential of the employees for fulfilling their tasks better, making confortable conditions at the working places, including all the requirements to the quality of working places and affiliating the formation of friendly community. This would help to use efficiently the qualities of every employee for achieving the common objectives of the whole enterprise.
To improve the organizational climate it is necessary to prepare and introduce a system of values excepted by all the members of the community, establish positive behavior norms and effective system of personnel's adaptation.
Conclusions
Thus, the factors influencing the function of human resources appear at macro-and micro levels. One of the main factors that influence on the work efficiency is the satisfaction with work. Satisfaction with work is shaped by external and internal factors. On the bases of the studied key factors it was offered to conduct a survey among employees to find out the factors destructing them from the efficient work and making them unsatisfied. Following the results of the survey done among the workers of sugar industry enterprise it was found out that the main dissatisfaction factor is the organizational climate.
Later on, it is planned to perform a more detailed analysis of the factors with the lowest received results (organizational climate, educational, personal qualities, special needs and cultural level of organization), with the purpose of developing specific offers to the company administration to enhance the labour potential of the employees.
